A study and analysis : training frontline managers in human resource functions : an honors thesis (HONRS 499) by Sisley, Jennifer L.
A Study and Analysis: 
Training Frontline Managers in Human Resource Functions 
An Honors Thesis (HONRS 499) 
By 
Jennifer Sisley 
Thesis Advisor 
Dr. Jeff Homsby 
Ball State University 
Muncie, IN 
May 2004 
Date of Graduation 
May 2004 
Abstract 
The current trend in Human Resource Management is for the role ofHR departments 
to shift from administrative to more of a strategic planning role within the organization. As 
the role of the human resource department shifts, managers are becoming more and more 
responsible for conducting routine human resource functions. In light of this trend, I 
conducted an exploratory research project to examine the techniques used by different 
companies to train their frontline managers in various human resource functions. The seven 
main human resource functions that were analyzed include: hiring/selection, HR planning, 
performance appraisal, training/coaching, wage increases, safety administration, and 
discipline. The issue of training frontline managers is significant because it is becoming 
increasingly important for line managers to be knowledgeable of major human resource 
functions. The project examines frontline managers' involvement in and accountability for 
each HR function. The study also examines the satisfaction of human resource departments 
with frontline manager involvement in each of these functions. In addition, the project 
explores different types of training offered for frontline managers to prepare them for their 
HR responsibilities. Included in this project is a literary review of published research in this 
area, a copy of the survey sent to organizations in each of the five major business sectors, 
pivot tables and frequency charts used to evaluate the data, and an analysis of the results to 
be read by other professionals in the field of Human Resource Management. 
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Purpose of Study 
The purpose of this research project is to investigate the techniques used by different 
companies to train their frontline managers in various human resource functions. The project 
will explore the challenges that human resource professionals face with regards to frontline 
managers. Furthermore, the project will assess the degree of importance and satisfaction that 
HR departments have regarding the involvement of frontline managers in each of the human 
resource functions. The results of this project will provide information as to how involved 
frontline managers are in each of the Human Resource functions in various organizations. 
Results will illustrate the amount of emphasis that organizations place on the training ofline 
managers. The results will also help to determine the various types of training that is done to 
prepare managers for HR responsibilities. This project will bring to light the importance of 
training managers to prepare them for responsibilities regarding Human Resource 
Management. The project can serve as a tool for HR professionals to use when preparing 
frontline managers for their roles in Human Resource Management. 
Literature Review 
As globalization continues to grow, company practices are evolving to help 
organizations become more attuned to the future needs of their employees. Service has 
emerged as the most important resource for an organization which makes people the key 
asset. Therefore, in order for an organization to maintain a competitive advantage in today's 
business world, companies are seeking assistance from their HR departments to reach 
company objectives (Weston). In order to accommodate this new trend, HR departments are 
restructuring and passing some routine tasks to line managers. Roles like job analysis, 
recruitment, selection, compensation, rewards, appraisals, and training and development are 
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now increasingly being shared between human resource departments and line managers (Das 
and Kumar). Thus, human resource departments must train line managers in people 
management skills if the firms are to retain their best employees. However, the problem that 
many organizations face is that line managers receive inadequate, if any, training in the HR 
functions that they are responsible for performing. This lack of training leads to inefficiency, 
high turnover rates, and legalcompJiance issues within the company. Therefore, given that 
human resource management is going to be put into effect by line managers, more attention 
should be paid to how this group of people is recruited, rewarded, and most importantly, 
trained in the HR aspects of their jobs (Whittaker). 
One of the roles of the human resource department is to help line managers 
effectively perform human resource functions. In her article in Business Review Weekly, 
Gina McColl states that "the responsibility of the HR department is to ensure that the policies 
and procedures are in place to help line managers do their job." One way to do this is to 
provide training systems which equip managers to motivate employees and conduct HR 
tasks. A study that researched the roles of human resources found that frontline managers 
and HR managers tend to agree on both the actual and relative importance of various HR 
services. lbis implies that line managers understand that HR activities are critical to the 
firm's success (Ripley). A study done by the Center for Human Resource Management, 
found that line managers believe they are accountable for HRM and that the HR office role is 
to help them carry out their critical HRM responsibilities (McLure 44). However, there is a 
discrepancy in what HR feels they are doing to help line managers and in what line managers 
feel HR is doing to help them. Thus, better HR training for line managers is needed. 
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Some HR systems work poorly because line managers fail to implement them 
correctly. To improve this, human resource departments should involve line managers and 
executives in both the development and implementation of new HR programs. Human 
resource departments can work closely with line managers through influence, training, and 
communication to help them effectively implement the systems developed (Ripley). 
"Training and development opportunities are available through a wide variety of resources: 
university courses, seminars, professional associations, CD-ROM, on-line courses, company 
provided training, formal and informal training, project assignments, task forces, and case 
studies" (Pophal). Another suggestion for keeping HR managers informed is to post HR 
policies online in a user friendly manner so that line managers can easily access and 
reference HR policies (Sudarshan). In addition to more training, regular communication and 
information sharing is also critical in order for HR to help line managers (McLure 46). 
Although HR departments recognize the importance of training line managers in HR 
functions, few companies provide sufficient training to frontline managers. Research 
conducted by McKinsey & Company reported that 80% of corporate officers think it is 
critical that human resource departments be high-impact partners to line managers. However, 
in that same study, only 12% believed that HR is actually playing that role today (HR 
Strategies). A survey conducted in the UK found that line managers do have the desire, 
capacity, and ability to do HR work if adequately trained and assisted by HR, but not if they 
try to do it without significant help from HR (Renwick). A recent survey conducted by 
Personnel Today indicated that eighty percent of organizations will be investing in the 
development of their line managers over the coming year. The quality of HR training 
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provided to line managers was reported as the key to helping a company reach its objectives 
(Skills Gap). 
The trend of human resource management responsibilities being pasted down to line 
managers is evident in the UK and Europe as well as in the United States. In Europe, Finland 
and Denmark are consistently ranked at the top of the list for the most line management 
involvement in HR issues. France, Spain, and the UK consistently assign the least 
responsibility to line managers (Henrik). Studies conducted in the UK regarding line 
management involvement in HR indicate that greater participation is needed when devolution 
of HR work to the line occurs. Research conducted by Douglas Renwick found that work 
organizations in the UK still seek to employ large numbers ofline managers to handle 
employee relations work. However, those organizations also hire more employee relations 
specialists to handle the need for better relations and training of the line managers. It is 
especially important that human resource departments ensure that certain responsibilities do 
not fall through the cracks during the devolution process. The best way to ensure this is to 
provide adequate training to both HR specialists and line managers. 
There are many benefits to training line managers in human resource functions. 
Teaming with line managers allow HR managers to be true business partners and people will 
view HR as a value-added function. Another benefit of partnering with line managers is that 
line managers bring expertise to the table that HRM people lack (Ripley). When line 
managers handle their own problems without passing the buck to HR, they build credibility 
with their employees (Herrmann). Training frontline managers in HR policies and 
procedures helps to avoid costly litigation. Furthermore, training managers in routine HR 
tasks frees up time for the HR department for more strategic, value-added work (Caudron). 
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In a study conducted by Mercer Human Resource Consulting, one organization decreased 
turnover by 10% by refocusing HR time from transactional to strategic (Sussman). "The 
more an HR manager can educate line managers and their employees to take responsibility 
for their own career situations, the more likely they are to develop self-resilient employees 
who embrace, rather than fear, change in their workworld" (Stevens). There are tremendous 
opportunities for synergy when HR managers combine the skills and perspectives ofHR 
representatives with the people involved with the work on a daily basis (Ripley). Clearly, 
training frontline managers in HR functions creates a mutually beneficial situation for both 
the company and the employees. 
Method 
Two hundred surveys were distributed via e-mail to professionals working in East 
Central Indiana in the field of Human Resource Management (a copy of the survey can be 
found in Appendix A). In addition to online distribution, my advisor distributed surveys in 
person to local HR professionals and via graduate students to Human Resource professionals. 
Subjects were identified using the East Central Indiana Society for Human Resource 
Management membership list. Dr. Hornsby also gave the survey to graduate students to 
distribute to HR professionals in order to gain extra credit points. The surveys turned in by 
the graduate students were sent directly to Dr. Hornsby and were accompanied by the 
participants' business card to ensure validity. Surveys that were e-mailed to recipients could 
be completed online. In order to maximize the response rate to the survey, a letter of 
importance was included to explain the purpose of the survey. Subjects were asked to 
complete the survey at their earliest convenience. A follow-up e-mail was sent to remind 
recipients to complete the survey by April 16th, 2004. Participants had the option of printing 
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the survey and returning via mail, or they could complete and submit the survey online. In 
the letter of importance, a copy of the results was promised to those who completed the 
survey. 
The data were kept confidential. Surveys were submitted online via e-mail to the 
researchers. Only the researchers, Dr. Hornsby and I, had access to the completed surveys. 
Surveys were also submitted via mail in a sealed envelope addressed to Dr. Hornsby in the 
Department of Marketing and Management. Subjects were asked to provide an e-mail or 
mailing address if they wished to receive an analysis of the data and a summary of the survey 
results. The results were analyzed using an Excel spreadsheet. The breakdown was 
calculated based on company size, revenue, and years of experience in the field of Human 
Resource Management. The correlations were calculated between demographic variables 
and HR practical variables. A letter of appreciation was sent to participants in order to thank 
them for completing the survey. An executive summary of the survey results was included in 
the letter of appreciation. The executive summary describes statistical findings and the 
significance of the statistical findings. 
Analysis of Results 
One hundred ten surveys were completed and returned by the April 16th deadline. The 
data were entered into an Excel spreadsheet and analyzed using pivot tables and frequency 
charts (see Appendix B). The responses were analyzed based upon industry, company size, 
annual revenue, and years of experience in the field of HR. Of the 110 responses, the 
majority of participants work in the manufacturing industry, have less than five years of 
experience in the field of HR, and work for a company that employs over 1000 people. The 
following charts display the breakdown of participants by each demographic variable. Graph 
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1 illustrates the breakdown of responses by industry. The majority of respondents were from 
the manufacturing industry followed by the public and service industries. 
Graph 2 illustrates the breakdown of responses by size of the organization. Twenty-
five percent of responses came from HR professionals that work for companies that employ 
over 1000 people. HR professionals who work for companies that employ between 200 and 
500 people made up 24% of the responses. 
Graph 2 
In terms of company revenue, 30% of responses came from HR professionals who 
work for companies that generate over $100 million in revenue per year. Companies that 
generate less than $1 million in revenue per year represented the category with the fewest 
participants. The breakdown by company revenue is illustrated in Graph 3 below. 
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Graph 3 
Graph 4 represents the breakdown of responses based on years of experience in the 
field of Human Resource Management. Thirty-five percent of the responses came from HR 
professionals that have less than 5 years of experience in the field. The fewest number of 
responses came from HR professionals that possess over 26 years of experience in the field 
ofHR. 
Graph 4 
The majority of participants were either HR Directors or HR Managers. Combined, 
HR Directors and Managers accounted for 37% of the responses. The remainder of 
respondents held roles such as generalist, assistant, Vice President, supervisor, or another 
role within their company's human resources department. 
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After acquiring the necessary demographic information, the survey asked participants 
to rate the importance of supervisor/manager involvement in hwnan resource functions on a 
scale from one to five. A rating of one signifies that manager involvement is not at all 
important and a rating of five signifies manager involvement is very important. Every 
respondent indicated that manager involvement in HR functions is either important or very 
important with an overall rating of 4.7. Hwnan resource professionals in the retail industry 
feel that supervisor involvement in HR functions is especially important as 100% of 
responses in the retail sector indicated the highest rating for this category. 
Next, the survey asked participants to rate their supervisors' involvement in the 
following human resource activities on a scale of 1 through 5: hiring/selection, HR planning, 
performance appraisal, training/coaching, wage increases, safety administration, and 
discipline/employee relations. A rating of one signifies that the frontline manager is not at all 
involved and a rating of five signifies that the frontline manager is very involved. Overall, 
respondents rated frontline managers' involvement in HR functions as little more than 
average with an overall rating of 3.88. Breaking the involvement ratings down by each HR 
function and demographic variable, it is evident that involvement varies in each category. 
Manager involvement is the highest in the category of performance appraisals. However, the 
results reveal an insufficiency in frontline manager involvement in the HR planning function. 
Respondents consistently indicated that frontline managers are not involved in HR planning. 
Although HR planning is rated significantly lower than the other functions, wage increases 
are also rated low. Table 1 displays the averages of supervisor involvement in each industry. 
Health care is the industry that possesses the most frontline manager involvement in each of 
the HR functions. 
11 
Table 1: Involvement by Industry 
Hiring/Selection 4.79 4.75 4.5 
HRPlanning 3.43 2.96 2.17 2.77 
Performance Appraisal 4.86 4.58 4.33 4.52 
Training/Coaching 4.36 3.58 3.58 3.69 
Wage Increases 3.43 2.70 2.83 3.15 
Safety Administration 3.71 3.58 4.5 3.63 
4.64 4.21 4.08 4.28 
Table 2 illustrates the breakdown of frontline manager involvement in each of the HR 
functions as they relate to the size of the organization. On average, frontline managers in 
organizations that employ between 50 and 100 people are the most involved in human 
resource functions. The ratings in the 50-100 category were considerably higher than the 
ratings by respondents in organizations of other sizes. The results broken down by 
organization size are consistent with the results that were broken down by industry in which 
hiring and performance appraisals were rated the highest. 
Table 2: Involvement by Organization Size 
Under 51- 101- 201- 501- Over OveraU 
BRFunction 50 100 200 500 1000 1000 Average 
Hiring/Selection 4.63 4.33 4.33 4.64 4.25 4.19 4.40 
HRPlanning 3.25 2.67 2.71 2.96 2.92 2.65 2.86 
Performance 4.38 4.67 4.61 4.48 4.33 4.58 Appraisal 4.51 
Training/Coaching 3.75 4.33 3.56 3.84 3.5 4.23 3.87 
Wage Increases 3.5 3.89 3.28 2.84 3.36 2.89 3.29 
Safety 3.5 4.22 3.78 3.88 3.42 4.35 Administration 3.86 
Discipline 3.94 4.67 4.39 4.32 4.33 4.5 4.36 
Average 3.85 4.11 3.81 3.85 3.73 3.91 3.88 
Table 3 illustrates the breakdown of frontline manager involvement in each HR 
function in terms of experience of the HR professional that completed the survey. HR 
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professionals that possess between 20 and 25 years of experience in the field of human 
resource management rated frontline manager involvement the highest. The results displayed 
in Table 3 coincide with the previous two tables. Managers are the most involved in hiring 
and performance appraisals and the least involved in HR planning and wage increases. 
Table 3: Involvement by Experience 
The next question asked participants to rate their satisfaction with the role of frontline 
managers in each of the same human resource activities: hiring/selection, HR planning, 
performance appraisal, training/coaching, wage increases, safety administration, and 
discipline/employee relations. The scale was the same as the previous question in which one 
signifies not at all satisfied and five signifies very satisfied. Overall, training and HR 
planning are the functions for which HR professionals have the least satisfuction. HR 
professionals are the most satisfied with manager involvement in the hiring and selection 
process. Overall, the satisfaction among HR professionals with frontline manager 
involvement in HR functions is mediocre with an average rating of3.53. Table 4 breaks HR 
satisfaction down by industry. Respondents in the manufacturing industry are the least 
satisfied with frontline managers' involvement in human resource functions whereas 
respondents in the health care industry are the most satisfied. 
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Table 4: Satisfaction by Industry 
HRPlanning 
Performance 3.93 3.33 Appraisal 3.71 
Training/Coaching 3.64 3.13 2.67 3.39 3.33 3.26 3.24 
Wage Increases 3.71 3.15 4 3.41 3.17 3.5 3.49 
Safety Administration 3.5 3.62 2.67 3.52 3.83 3.7 3.47 
3.79 3.64 4.33 3.48 3.5 3.78 3.75 
In tenns of organization size, the ratings are consistent with the ratings based on 
industry in which respondents are the most satisfied with manager involvement in hiring and 
the least satisfied with HR planning. Table 5 illustrates the breakdown of responses based on 
organization size. Respondents in organizations that employ less than 100 people are the 
most satisfied with manager involvement in human resource functions. However, 
respondents that work for organizations that employ between 500 and 1000 people rated 
satisfaction with manager involvement in HR functions significantly lower than those in the 
other categories based on size. 
Table 5: Satisfaction by Organization Size 
Under 51- 101- 201- 501- Over Overall 
HRFunction 50 100 200 500 1000 1000 Average 
Hiring/Selection 4.4 4.22 3.94 3.84 3.83 3.96 4.03 
HRPlanning 3.4 3.33 2.94 2.75 2.83 3.32 3.10 
Perfonnance 4.13 4.11 3.83 3.13 3.25 3.58 Appraisal 3.67 
Training/Coaching 3.8 3.78 3.17 3.Q4 2.67 3.38 3.31 
Wage Increases 3.73 3.78 3.41 2.96 3.18 3.62 3.45 
Safety 3.6 3.78 3.72 3.58 3.08 3.92 Administration 3.61 
Discipline 3.87 4.22 3.78 3.5 3.33 3.65 3.73 
Average 3.85 3.89 3.54 3.26 3.17 3.63 3.56 
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Table 6 illustrates satisfaction ofHR professionals with frontline manager 
involvement in HR functions in terms of the experience possessed by the survey participant. 
Respondents with less than 5 years of experience in the field of HR are the most satisfied 
with frontline manager involvement in HR functions. Respondents that possess between 11 
and 15 years of experience in the field of HR are the least satisfied. Hiring was rated the 
highest whereas satisfaction with HR planning was rated significantly lower than the other 
functions. 
Table 6: Satisfaction by Experience 
After respondents rated their satisfaction with manager involvement, they were asked 
to indicate the HR functions for which managers are held accountable in their organizations. 
Graph 5 illustrates the breakdown of responses for each HR function. According to the 
survey, performance appraisal is the human resource function for which frontline managers 
are held accountable most often. Eighty-five percent of participants indicated that their 
organizations hold frontline managers accountable for the performance appraisal process. 
Sixty-nine percent of respondents indicated that frontline managers are held accountable for 
hiring and selection and sixty-five percent indicated that frontline managers are held 
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accountable for disciplinary issues. HR planning was significantly lower than the rest with 
only 17% of respondents indicating that frontline managers are accountable for this function. 
Several respondents noted that their frontline managers are mainly held accountable for 
production. 
GraphS 
When asked iftheir organization offers formal training for managers, 80% of 
respondents answered yes. The survey then asked participants to indicate what type(s) of 
training their organization offers. The categories for this question include in-house training, 
seminars, college courses, and online training. Graph 6 illustrates the breakdown of 
responses by the various different types of training. According to the survey, in-house 
training and seminars are the most popular type of training utilized by organizations with 
75% and 76% respectively indicating that their organization provides this type of training for 
frontline managers. Thirty-five percent ofHR professionals with less than 5 years of 
experience indicated that their organization offers some form of in-house training whereas 
only eight percent of respondents with over 25 years of experience indicated that their 
organizations offer in-house training. In terms of industry, manufacturing had the most with 
37% of respondents indicating that their organizations offer a form of in-house training. 
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Some respondents indicated that their company uses mentorship programs as another form of 
training. 
Graph 6 
The next survey question asked respondents to indicate the HR functions for which 
formal training is offered to frontline managers. Fifty-nine percent offer formal training for 
discipline and fifty-three percent offer formal training for performance appraisals. Only 
twelve percent of organizations offer formal training to frontline managers on the topic of 
wage increases. Graph 7 displays the responses to this question with over half of the 
participants indicating that formal training is offered in their organizations for both 
performance appraisals and disciplinary issues. Frontline managers receive significantly less 
training in the wage increase function compared to the other HR functions. In addition to the 
functions listed, respondents also indicated that their organizations offer formal training to 
frontline managers for diversity, FMLA regulations, sexual harassment, and technology. 
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Graph 7 
The next question on the survey asked respondents to indicate when their 
organization offers training to frontline managers. The majority indicated that training is 
offered informally as needed throughout the year. Some indicated that training is ongoing 
and offered several times per year. Twenty-seven percent of survey participants indicated 
that their organization offers training when the employee is promoted to the position of 
frontline manager. Twenty-two percent indicated that training is offered once per year. 
The final two survey questions were open-ended. The first question asked 
respondents to describe the most significant challenges facing frontline managers and 
supervisors with regards to human resource management. Issues relating to consistency and 
legal compliance were listed as the primary challenges facing frontline managers in relation 
to human resource management. Respondents indicated that legal compliance with the ever-
changing laws and regulations pose the greatest challenge to frontline managers. Consistency 
is also a major challenge with regards to employee relations, performance appraisals, and 
documentation. In addition to these challenges, respondents also indicated that 
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communication is a big challenge. It is difficult for frontline managers to maintain 
communication throughout the organization and with the HR department which is critical in 
order to achieve consistency. Employee relations issues such as absenteeism and discipline 
also pose a challenge because they take time away from other important functions. Time 
management is challenging because frontline managers are responsible for many duties in 
addition to the HR functions that they are expected to carry out. Although the business world 
is constantly changing, some managers do not willingly accept change. Resistance to change 
was listed as challenge in policy implementation and culture building. HR professionals 
indicated that it is difficult at times to convey the importance of HR management to frontline 
managers. Other challenges cited include dealing with an aging workforce and employee 
retention. 
Finally, the survey asked for additional comments. Several people indicated that the 
survey revealed weak areas in their organization and will be used as a learning tool. Some 
respondents made personal comments. For example, one person commented that he/she has 
noticed that personal responsibility and accountability have lost importance over the years. 
Another person emphasized the importance of good manager training because the day-to-day 
manager decisions have a huge impact on employee morale and turnover. 
Discussion 
The results of this study conclude that HR departments believe that frontline manager 
involvement in human resource functions is very important. Organizations are realizing the 
competitive advantage of having frontline managers involved with human resource functions. 
However, in many organizations, frontline managers are not as involved as the HR 
department would like for them to be. Furthermore, in many instances, frontline managers 
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are not given adequate training to perform the HR roles that they are held accountable for in 
the organization. Graph S illustrates the gap in training for each HR function compared to the 
amount of expected accountability for that function. 
GraphS 
Clearly, line managers receive inadequate training in the HR functions that they are 
responsible for performing. The greatest discrepancies were in the performance appraisal and 
hiring categories. Eighty-five percent of respondents indicated that line managers in their 
organization are held accountable for performance appraisals. However, only fifty-three 
percent indicated that their organization offers formal training to frontline managers in this 
function. The only function for which adequate training was provided is the 
discipline/employee relations category. 
The results of this study support the theory that HR departments recognize the 
importance frontline managers' involvement in HR functions, but few companies provide 
sufficient training to frontline managers. Therefore, human resource departments need to do 
more to help frontline managers effectively perform human resource functions. For example, 
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HR departments should offer more formal training to frontline managers in HR functions and 
offer training sessions more frequently than what they are currently offering. Frontline 
managers were particularly lacking in their involvement in the HR planning function. To 
improve this, human resource departments should involve line managers and executives in 
both the development and implementation of new HR programs. The results of this study 
also support the suggestion that HR roles are increasingly being shared between human 
resource departments and frontline managers. Training frontline managers in human resource 
functions frees up time for the HR department to focus on more strategic work and creates a 
valuable competitive advantage for the organization. 
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The following survey is being conducted as part of a research project at Ball State 
University. Please answer the following questions as they relate to your 
organization. Thank you for your cooperation with this endeavor. 
1. What is your title/role in Human Resources? 
2. How long have you been in the field of Human Resource Management? 
3. In what industry is your company? (Please circle) 
Manufacturing Retail Health Care Public Sector Service Other 
4. Approximately, how many people are employed by your 
organization? _________ _ 
5. Approximately, what is the average annual revenue for your organization? (Please circle) 
under 500,000 500,000 to 1 million 1 million to 5 million 5 million to 10 million 
10 million to 20 million 20 million to 50 million 50 million to 100 million over 100 million 
6. In your opinion, how important is it for supervisors/managers to be involved in human 
resource functions? 
Not at all important 
Important 
1 2 3 
Very 
4 5 
7. Please rate your supervisors/managers' involvement with the following HR activities: 
Not at all involved Very Involved 
Hiring/Selection 1 2 3 4 5 
HR Planning 1 2 3 4 5 
Performance Appraisal 1 2 3 4 5 
Training/Coaching 1 2 3 4 5 
Wage Increases 1 2 3 4 5 
Safety Administration 1 2 3 4 5 
Discipline/Employee Relations 1 2 3 4 5 
8. As a human resource professional, please rate your satisfaction with the role of 
supervisors/managers in the following activities: 
Not at all satisfied Very Satisfied 
Hiring/Selection 1 2 3 4 5 
HR Planning 1 2 3 4 5 
Performance Appraisal 1 2 3 4 5 
Training/Coaching 1 2 3 4 5 
Wage Increases 1 2 3 4 5 
Safety Administration 1 2 3 4 5 
Discipline/Employee Relations 1 2 3 4 5 
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9. Please circle the following activities for which supervisors/managers are held accountable 
in 
your organization: 
Hiring/Selection HR Planning Performance Appraisal Training/Coaching 
Wage Increases Safety Administration Discipline/Employee Relations 
Other, please specify ___________________ _ 
10. Do you offer formal training for supervisors/managers in your organization? (Please circle) 
Yes No 
11. If yes, what type(s) of training does your organization offer? (circle all that apply) 
In House Send to Seminars College Courses Online Training 
Other, please specify 
12. Please circle the functions for which you offer formal training to frontline managers: 
Performance Appraisal 
Safety Administration 
Relations 
Training/Coaching 
Hiring 
Wage Increases 
Discipline/Employee 
Other, please specify __________________ _ 
13. When does your organization offer training to supervisors/managers? (Please circle) 
Once per year When employee is promoted to frontline manager position 
Other, please specify ____________________ _ 
14. With regards to Human Resource Management, what are the most Significant challenges 
faCing supervisors/managers? 
15. Additional comments? 
Thank you for taking the time to complete this survey. 
Should you have any questions, please contact 
Dr. Jeff Hornsby: 765.285.5306 or jhornsby@bsu.edu 
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Count of Industrv Count of Emoloyer Size 
Industry Total Percent Employer Size Total Percent 
rlealth 14 13% 1 16 15% 1 50 and under 
Man. 39 35% 2 9 8% 2 51-100 
other 3 3% 3 18 17% 3 101-200 
Public 24 22% 4 25 24% 4 201-500 
Retail 6 5% 5 12 11% 5 501-1000 
Service 24 22% 6 26 25% 6 1001+ 
!'blank) 'blank) 
Grand Total 110 Grand Total 106 
Count of Co. Revenue Count of Exoerinience 
Co. Revenue Total Percent Experinience Total Percent 
1 5 6% 1 36 34% 1 less than 5 
2 18 20% 2 21 20% 2 6-10yrs 
3 15 17% 3 17 16% 3 11-15yrs 
4 17 19% 4 12 11% 4 16-20 yrs 
5 7 8% 5 11 10% 5 21-25yrs 
6 26 30% 
I(blank) 
6 9 8% 
I'blank) 
6 26+ yrs 
Grand Total 88 Grand Total 106 
rCount of HR Role 
rHR Role Total 
HR Director 1 
- VP of HR 1 
Admin. 1 
Admin. Assistant 
Admin. Director 
Assistant Manager 1 
Assistant Superintende 3 
Assl.VP Performance 
Benefits Administrator 
Benefits Manager 1 
Benefits Specialist 1 
Branch Mgr. 1 
Career Services 1 
Career Services Coord· 1 
CEO 2 
Director of Engineering 1 
Employee Relations M 1 
Employee Ser. Team L 1 
HR Administrator 1 
HR Assistant 4 
HR Consultant 2 
HR Coordinator 6 
HR Director 22 
HR Director 4 
HR Generalist 5 
HR Manager 19 
HR Rep. 1 
HR Specialist 1 
HR Supervisor 2 
HR Technician 1 
Human Capital Manage 1 
Labor Relations Manag 1 
Legal Administrator 1 
,~ew hire paperwork/ad 1 
- Office Manager 1 
Owner, G,M. 1 
Payroll 1 
Production Mgr. 1 
Program Director 1 
Project Director 1 
Specialist 1 
Staffing Specialist 2 
Staffing/Dey. Specialist 1 
Superintendent 1 
Supervisor -not HR 1 
Training 1 
Training and RecruitmE 1 
VP of HR 3 
blank) 
Grand Total 110 
Averaqe of Im~ Imp. of Supervisor orole in HR 
Industry 3 4 5 (bla Grand Total 
Health 4 5 4.846153846 
Man. 4 5 4.763157895 
other 4 5 4.333333333 
Public 3 4 5 4.75 
Retail 5 5 
Service 3 4 5 4.708333333 
'blank) 3 3 
Grand Total 3 4 5 4.743119266 
Average of Su Supervisor 0 Involvement: 0 Hiring/Selection 
Industry 1 2 3 4 5 Grand Total 
Health 4 5 4.785714286 
Man. 2 3 4 5 4.076923077 
other 2 5 4 
Public 4 5 4.75 
Retail 3 4 5 4.5 
Service 1 3 4 5 4.458333333 
blank) 4 4 
Grand Total 1 2 3 4 5 4.414414414 
Average of Su Supervisoro Involvement: 0 Planning 
Industry 1 2 3 4 5 (blank) Grand Total 
Health 2 3 4 5 3.428571429 
Man. 1 2 3 4 5 2.615384615 
other 1 3 2.333333333 
Public 1 2 3 4 5 2.958333333 
Retail 1 2 3 4 2.166666667 
Service 1 2 3 4 5 3.130434783 
I'blank) 1 1 
Grand Total 1 2 3 4 5 2.854545455 
Average of Su~ Su pervisoro Involvement: 0 P.A. 
Industry 2 3 4 5 Grand Total 
Health 4 5 4.857142857 
Man. 2 3 4 5 4.358974359 
other 4 5 4.666666667 
Public 3 4 5 4.583333333 
Retail 3 4 5 4.5 
Service 2 3 4 5 4.333333333 
I{blank) 4 4 
Grand Total 2 3 4 5 4.477477477 
Averaqe of Sur SupervisorOlnvolvement: OTraining 
Industry 1 2 3 4 5 Grand Total 
Health 3 4 5 4.357142857 
Man. 2 3 4 5 3.717948718 
other 3 3 
Public 1 2 3 4 5 3.583333333 
Retail 4 5 4.5 
Service 1 2 3 4 5 3.875 
'blank) 5 5 
Grand Total 1 2 3 4 5 3.837837838 
IAverage of Su SupervisorDlnvolvementDWage Increases 
Industry 1 2 3 4 5 (blank) Grand Total 
Health 1 2 3 4 5 3.428571429 
Man. 1 2 3 4 5 3.076923077 
other 3 4 3.333333333 
Public 1 2 3 4 5 2.695652174 
Retail 1 2 3 4 5 2.833333333 
Service 1 2 3 4 5 3.541666667 
I(blank) 4 4 
Grand Total 1 2 3 4 5 3.145454545 
Average of Su~ SupervisorolnvolvementDSafety Admin. 
Industry 1 2 3 4 5 (blank) Grand Total 
Health 2 3 4 5 3.714285714 
Man. 2 3 4 5 4.230769231 
other 2 3 2.333333333 
Public 1 2 3 4 5 3.583333333 
Retail 3 4 5 4.5 
Service 1 2 3 4 5 3.434782609 
i(blank) 5 5 
Grand Total 1 2 3 4 5 3.827272727 
Average of Su SupervisorD Involvement 0 Discipline 
Industry 1 2 3 4 5 Grand Total 
Health 4 5 4.642857143 
Man. 3 4 5 4.333333333 
other 4 5 4.333333333 
Public 2 3 4 5 4.208333333 
Retail 3 4 5 4.333333333 
Service 1 2 3 4 5 4.083333333 
'blank) 5 5 
Grand Total 1 2 3 4 5 4.297297297 
Average of Sat Satisfaction: DHiring 
Industry 2 3 4 5 (blank) Grand Total 
Health 3 4 5 4.071428571 
Man. 2 3 4 5 3.871794872 
other 3 4 3.666666667 
Public 3 4 5 4.173913043 
Retail 2 3 4 5 3.833333333 
Service 2 3 4 5 4.083333333 
'blank) 3 3 
Grand Total 2 3 4 5 3.990909091 
Average of Sat Satisfaction:DHR PlanninQ 
Industry 1 2 3 4 5 (blank) Grand Total 
Health 1 2 3 4 5 3.5 
Man. 1 2 3 4 5 2.769230769 
other 3 4 3.666666667 
Public 1 2 3 4 5 3.217391304 
Retail 2 3 4 3 
Service 1 2 3 4 5 3.136363636 
'blank) 3 3 
Grand Total 1 2 3 4 5 3.074766355 
Average of Sat Satisfaction: OPA 
Industry 1 2 3 4 5 (blank) Grand Total 
Health 3 4 5 3.928571429 
Man. 1 2 3 4 5 3.435897436 
other 4 5 4.333333333 
Public 2 3 4 5 3.695652174 
Retail 3 5 3.333333333 
Service 2 3 4 5 3.52173913 
blank) 3 3 
Grand Total 1 2 3 4 5 3.587155963 
Average of Sat Satisfaction: OTraining 
Industry 1 2 3 4 5 (blank) Grand Total 
Health 2 3 4 5 3.642857143 
Man. 1 2 3 4 5 3.128205128 
other 2 4 2.666666667 
Public 2 3 4 5 3.391304348 
Retail 2 3 4 5 3.333333333 
Service 1 2 3 4 5 3.260869565 
(blank) 3 3 
Grand Total 1 2 3 4 5 3.275229358 
Average of Sat Satisfaction: OWage I ncr. 
Industry 1 2 3 4 5 (blank) Grand Total 
Health 2 3 4 5 3.714285714 
Man. 1 2 3 4 5 3.153846154 
other 4 4 
Public 1 2 3 4 5 3.409090909 
Retail 1 3 4 5 3.166666667 
Service 2 3 4 5 3.5 
I(blank) 3 3 
Grand Total 1 2 3 4 5 3.373831776 
Average of Sat Satisfaction:oSafetv Admin. 
Industry 1 2 3 4 5 (blank) Grand Total 
Health 2 3 4 5 3.5 
Man. 1 2 3 4 5 3.615384615 
other 1 3 4 2.666666667 
Public 1 2 3 4 5 3.52173913 
Retail 3 4 5 3.833333333 
Service 1 2 3 4 5 3.695652174 
I(blank) 4 4 
Grand Total 1 2 3 4 5 3.587155963 
Average of Sat Satisfaction: 0 Discipline 
Industry 2 3 4 5 (blank) Grand Total 
Health 2 3 4 5 3.785714286 
Man. 2 3 4 5 3.641025641 
other 4 5 4.333333333 
Public 2 3 4 5 3.47826087 
Retail 2 3 4 5 3.5 
Service 2 3 4 5 3.782608696 
'(blank) 3 3 
Grand Total 2 3 4 5 3.660550459 
Count of Accol Accountability: D Hiring 
Industry x (bla Grand Total 
Health 11 11 
Man. 23 23 
other 1 1 
Public 20 20 
Retail 2 2 
Service 18 18 
blankt 1 1 
Grand Total 76 76 
Count of Acco Accountability:DHR PlanninQ 
Industry x (bla Grand Total 
Health 5 5 
Man. 3 3 
other 1 1 
Public 3 3 
Retail 1 1 
Service 6 6 
'blank) 
Grand Total 19 19 
Count of AccoL Accountability: D P.A. 
Indust!}' x (bla Grand Total 
Health 14 14 
Man. 29 29 
other 3 3 
Public 23 23 
Retail 4 4 
Service 20 20 
I(blank) 1 1 
Grand Total 94 94 
Count of Accol Accountability: DTraining 
Industry x (bla Grand Total 
Health 10 10 
Man. 23 23 
other 3 3 
Public 12 12 
Retail 4 4 
Service 19 19 
I{blank) 1 1 
Grand Total 72 72 
Count of Acco Accountability: DWage Increases 
Industry x (bla Grand Total 
Health 7 7 
Man. 11 11 
other 1 1 
Public 4 4 
Retail 2 2 
Service 12 12 
blank) 
Grand Total 37 37 
Count of Accol Accountability: DSafety Admin. 
Industry x (bla Grand Total 
Health 8 8 
Man. 28 28 
other 1 1 
Public 10 10 
Retail 4 4 
Service 11 11 
[(blank) 
Grand Total 62 62 
Count of Form Formal Training:DDiscipline 
Industry x (bla Grand Total 
Health 11 11 
Man. 26 26 
other 1 1 
Public 14 14 
Retail 4 4 
Service 9 9 
blank) 
Grand Total 65 65 
Count of Form Formal Training: YIN 
Industry n V Grand Total 
Health 2 12 14 
Man. 9 30 39 
other 2 1 3 
Public 4 20 24 
Retail 6 6 
Service 6 18 24 
blank) 1 1 
Grand Total 23 88 111 
Count of Traini Training Type: Din-House 
Industry x (bla Grand Total 
Health 9 9 
Man. 31 31 
other 1 1 
Public 20 20 
Retail 6 6 
Service 16 16 
blank) 1 1 
Grand Total 84 84 
Count of Traini TraininQ Type: DSeminars 
Industry x (bla Grand Total 
Health 13 13 
Man. 31 31 
other 1 1 
Public 20 20 
Retail 4 4 
Service 14 14 
ilblank) 
Grand Total 83 83 
Count of Traini Trainir19 Type: DColI~e Courses 
Industry x (bla Grand Total 
Health 5 5 
Man. 18 18 
other 
Public 6 6 
Retail 1 1 
Service 4 4 
I (blank) 
Grand Total 34 34 
Count of Traini Training Type: DOnline 
Industry x (bla Grand Total 
Health 5 5 
Man. 14 14 
other 
Public 7 7 
Retail 1 1 
Service 6 6 
I(blank) 1 1 
Grand Total 34 34 
Count of Form Formal Training:DP.A. 
Industry x (bla Grand Total 
Health 9 9 
Man. 19 19 
other 
Public 19 19 
Retail 2 2 
Service 8 8 
I{blank) 1 1 
Grand Total 58 58 
Count of Form Formal Training:DTraining 
Industry x (bla Grand Total 
Health 6 6 
Man. 17 17 
other 
Public 8 8 
Retail 4 4 
Service 12 12 
I{blankt 1 1 
Grand Total 48 48 
Count of Form Formal Trainin~r DWaQe Increases 
Industry x (bla Grand Total 
Health 2 2 
Man. 3 3 
other 
Public 3 3 
Retail 1 1 
Service 4 4 
blank) 
Grand Total 13 13 
Count of Form Formal Training:DSafety Admin. 
Industry x (bla Grand Total 
Health 4 4 
Man. 25 25 
other 
Public 10 10 
Retail 1 1 
Service 6 6 
'blank) 
Grand Total 46 46 
Count of Form Formal Training:DHiring 
Indus~ x (bla Grand Total 
Health 8 8 
Man. 15 15 
other 
Public 12 12 
Retail 1 1 
Service 10 10 
I'blank) 
Grand Total 46 46 
Count of Form Formal TraininQ:DDiscipline 
Industry x (bla Grand Total 
Health 11 11 
Man. 26 26 
other 1 1 
Public 14 14 
Retail 4 4 
Service 9 9 
blank) 
Grand Total 65 65 
Count of When When:DOncelYR 
Industry x (bla Grand Total 
Health 3 3 
Man. 10 10 
other 
Public 6 6 
Retail 1 1 
Service 4 4 
I(blank) 
Grand Total 24 24 
Count of When When: o Promoted 
Industry x (bla Grand Total 
Health 4 4 
Man. 14 14 
other 
Public 9 9 
Retail 1 1 
Service 2 2 
i(blank) 
Grand Total 30 30 
Table 2: Analysis by Experience 
Average of Imp Imp. of Supervisor Orole in HR 
Experience 3 4 5 (blan Grand Total 
1 3 4 5 4.6764706 
2 3 4 5 4.7142857 
3 4 5 4.8823529 
4 4 5 4.8333333 
5 4 5 4.8181818 
6 4 5 4.5555556 
I(blank) 4 5 4.8 
Grand Total 3 4 5 4.7431193 
Avera!:le of Sup Supervisor 0 Involvement: OHiringiSelection 
Experience 1 2 3 4 5 Grand Total 
1 2 3 4 5 4.388888889 
2 3 4 5 4.571428571 
3 2 3 4 5 4.235294118 
4 1 3 4 5 4.166666667 
5 2 4 5 4.636363636 
6 3 4 5 4.444444444 
I{blank) 4 5 4.6 
Grand Total 1 2 3 4 5 4.414414414 
Avera!:le of Sup SupervisorO Involvement: 0 Planning 
Experience 1 2 3 4 5 (blank) Grand Total 
1 1 2 3 4 5 3.027777778 
2 1 2 3 4 5 2.666666667 
3 2 3 4 5 3.25 
4 1 2 3 4 2.583333333 
5 1 2 3 4 5 2.818181818 
6 1 2 3 4 2.333333333 
i(blank) 2 3 4 2.8 
Grand Total 1 2 3 4 5 2.854545455 
Average of Sup SupervisorO Involvement: 0 P.A. 
Experience 2 3 4 5 Grand Total 
1 3 4 5 4.5555556 
2 2 3 4 5 4.4285714 
3 3 4 5 4.5882353 
4 2 3 4 5 4.0833333 
5 3 4 5 4.3636364 
6 4 5 4.5555556 
blank) 4 5 4.8 
Grand Total 2 3 4 5 4.4774775 
Average of Sup Supervisoro Involvement: OTraining 
Experience 1 2 3 4 5 G rand Total 
1 1 2 3 4 5 3.888888889 
2 1 2 3 4 5 3.714285714 
3 2 3 4 5 3.705882353 
4 1 2 3 4 5 3.75 
5 2 3 4 5 3.909090909 
6 3 4 5 3.888888889 
I{blank) 3 4 5 4.4 
Grand Total 1 2 3 4 5 3.837837838 
IAveraqe of Sup SupervisorOlnvolvemenl:OWa!le Increases 
Experience 1 2 3 4 5 (blank) Grand Total 
1 1 2 3 4 5 3.314285714 
2 1 2 3 4 5 2.80952381 
3 1 2 3 4 5 3.058823529 
4 2 3 4 5 3.166666667 
5 1 2 3 4 5 3.363636364 
6 1 2 3 4 5 2.777777778 
I{blank) 3 5 3.8 
Grand Total 1 2 3 4 5 3.145454545 
Average of Sup SupervisorDlnvolvemenl:OSafety Admin. 
Experience 1 2 3 4 5 (blank) Grand Total 
1 1 2 3 4 5 3.657142857 
2 2 3 4 5 3.761904762 
3 2 3 4 5 3.823529412 
4 1 3 4 5 4 
5 2 3 4 5 3.909090909 
6 3 4 5 4.222222222 
I(blank) 3 4 5 4 
Grand Total 1 2 3 4 5 3.827272727 
Average of Sup Supervisorolnvolvemenl: 0 Discipline 
Experience 1 2 3 4 5 Grand Total 
1 2 3 4 5 4.388888889 
2 2 3 4 5 4.095238095 
3 3 4 5 4.294117647 
4 1 2 4 5 4.166666667 
5 3 4 5 4.545454545 
6 3 4 5 4.111111111 
Iblank) 4 5 4.6 
Grand Total 1 2 3 4 5 4.297297297 
Average of Sati Satisfaction: oHiring 
Experience 2 3 4 5Jblank) Grand Total 
1 2 3 4 5 3.972222222 
2 2 3 4 5 4.047619048 
3 2 3 4 5 3.705882353 
4 3 4 5 4.083333333 
5 2 3 4 5 4.090909091 
6 3 4 5 4.111111111 
blank) 4 5 4.25 
Grand Total 2 3 4 5 3.990909091 
Average of Sati Satisfaction: OHR Planninq 
Experience 1 2 3 4 5 (blank) Grand Total 
1 1 2 3 4 5 3.114285714 
2 1 2 3 4 5 3.2 
3 2 3 4 5 2.9375 
4 1 2 3 4 5 2.666666667 
5 1 2 3 4 5 3 
6 1 3 4 5 3.333333333 
I{blank) 3 4 3.5 
Grand Total 1 2 3 4 5 3.074766355 
Average of Sati Satisfaction: D P.A. 
Experience 1 2 3 4 5 (blank) Grand Total 
1 2 3 4 5 3.685714286 
2 2 3 4 5 3.761904762 
3 2 3 4 5 3.411764706 
4 1 2 3 5 3.416666667 
5 2 3 4 5 3.454545455 
6 2 3 4 5 3.444444444 
I{blank) 3 4 3.75 
Grand Total 1 2 3 4 5 3.587155963 
Average of Sati Satisfaction: DTraining 
Experience 1 2 3 4 5 (blank) Grand Total 
1 2 3 4 5 3.4 
2 1 2 3 4 5 3.19047619 
3 1 2 3 4 5 2.823529412 
4 2 3 4 5 3.583333333 
5 2 3 4 5 3.090909091 
6 2 3 4 5 3.333333333 
i(blank) 3 4 5 4 
Grand Total 1 2 3 4 5 3.275229358 
Averaqe of Sati Satisfaction: DWaqe Incr. 
Experience 1 2 3 4 5 (blank) Grand Total 
1 1 2 3 4 5 3.588235294 
2 2 3 4 5 3.476190476 
3 2 3 4 5 3.5 
4 2 3 5 3 
5 1 2 3 4 5 3 
6 2 3 4 3.111111111 
I{blank) 1 4 3.25 
Grand Total 1 2 3 4 5 3.373831776 
Average of Sati Satisfaction: DSafety Admin. 
Experience 1 2 3 4 5 (blank) Grand Total 
1 1 2 3 4 5 3.485714286 
2 3 4 5 3.952380952 
3 2 3 4 5 3.352941176 
4 3 4 5 3.916666667 
5 1 2 3 4 5 3.272727273 
6 2 3 4 5 3.555555556 
blank) 2 3 4 5 3.5 
Grand Total 1 2 3 4 5 3.587155963 
Average of Sati Satisfaction: D Discipline 
Experience 2 3 4 5 (blank) Grand Total 
1 2 3 4 5 3.771428571 
2 2 3 4 5 3.714285714 
3 2 3 4 5 3.235294118 
4 2 3 4 5 3.833333333 
5 2 3 4 5 3.818181818 
6 2 3 4 3.333333333 
;(blank) 3 4 5 4 
iGrand Total 2 3 4 5 3.660550459 
Count of Accou Accountability: 0 Hiring 
Experience x (bla Grand Total Experience 
1 26 26 1 less than 5 yrs 
2 14 14 2 6-10yrs 
3 11 11 3 11-15yrs 
4 8 8 4 16-20 yrs 
5 8 8 5 21-25 yrs 
6 6 6 6 26+ yrs 
'blank) 3 3 
Grand Total 76 76 
Count of Accou Accountability:oHR Planning 
Experience x (blar Grand Total 
1 7 7 
2 5 5 
3 4 4 
4 1 1 
5 1 1 
6 1 1 
I'blank) 
Grand Total 19 19 
Count of Accou Accountability: OP.A. 
Experience x _ (blar Grand Total % 
1 34 34 0.36 
2 16 16 
3 15 15 
4 9 9 
5 9 9 
6 6 6 
blank) 5 5 
Grand Total 94 94 
Cou nt of Accou Accountability:OTraining 
Experience x Jbla Grand Total 
1 22 22 0.31 
2 17 17 
3 10 10 
4 7 7 
5 7 7 
6 5 5 
Ilblankl 4 4 
Grand Total 72 72 
Count of Accou Accountability: OWage Increases 
Experience x (blar Grand Total 
1 14 14 0.38 
2 5 5 
3 7 7 
4 4 4 
5 4 4 
6 3 3 
:'blank) 
Grand Total 37 37 
Count of Accou Accountability: o Safety Admin. 
Experience x 
1 18 
2 11 
3 12 
4 7 
5 5 
6 6 
I(blank) 3 
Grand Total 62 
Count of Forme Formal Training: 0 Discipline 
Experience x 
1 18 
2 13 
3 13 
4 5 
5 9 
6 5 
I(blank) 2 
Grand Total 65 
Count of Forma Formal Training: YIN 
Experience n 
1 7 
2 4 
3 2 
4 5 
5 3 
6 1 
!(blank) 1 
Grand Total 23 
Count of Traini Training Type: Din-House 
Experience x 
1 29 
2 14 
3 16 
4 8 
5 7 
6 7 
(blank) 3 
Grand Total 84 
Count of Traini TraininQ Type: DSeminars 
Experience x 
1 27 
2 13 
3 13 
4 9 
5 9 
6 8 
I(blank) 4 
Grand Total 83 
(blar 
(blar 
y 
29 
17 
15 
7 
8 
8 
4 
88 
(blar 
(blar 
Grand Total 
18 
11 
12 
7 
5 
6 
3 
62 
Grand Total 
18 
13 
13 
5 
9 
5 
2 
65 
Grand Total 
36 
21 
17 
12 
11 
9 
5 
111 
Grand Total 
29 
14 
16 
8 
7 
7 
3 
84 
Grand Total 
27 
13 
13 
9 
9 
8 
4 
83 
0.29 
0.18 
0.19 
0.11 
0.08 
0.28 
0.2 
0.2 
0.32 
0.19 
0.15 
0.11 
0.1 
0.35 
0.17 
0.19 
0.1 
0.33 
0.16 
Count of Trainir 
Exoerience 
1 
2 
3 
4 
5 
6 
blank) 
Grand Total 
Count of Traini 
Exoerience 
1 
2 
3 
4 
5 
I 'blank) 
6 
Grand Total 
Count of Forme 
Exoerience 
1 
2 
3 
4 
5 
6 
I'blank) 
Grand Total 
Count of Form, 
Exoerience 
1 
2 
3 
4 
5 
6 
I'blank) 
Grand Total 
Count of Form, 
Exoerience 
1 
2 
3 
4 
5 
i(blank) 
6 
Grand Total 
Trainino ;YPe:DColleoe Courses 
x Ibla 
11 
4 
9 
1 
4 
3 
2 
34 
TraininaTVDe: DOnline 
x (blar 
10 
5 
9 
4 
3 
1 
2 
34 
Formal Trainino:DPA 
x (blar 
19 
9 
13 
5 
4 
6 
2 
58 
Formal Trainino: DTrainino 
x lblar 
15 
10 
9 
4 
8 
1 
1 
48 
Formal TrainiM:DWaoe Increases 
x -(blar 
6 
2 
3 
1 
1 
13 
Grand Total 
11 
4 
9 
1 
4 
3 
2 
34 
Grand Total 
10 
5 
9 
4 
3 
1 
2 
34 
Grand Total 
19 
9 
13 
5 
4 
6 
2 
58 
Grand Total 
15 
10 
9 
4 
8 
1 
1 
48 
Grand Total 
6 
2 
3 
1 
1 
13 
0.32 
0.26 
0.29 
0.33 
0.16 
0.22 
0.31 
0.21 
0.19 
Count of Forma Formal Trainina: DSafetv Admin. 
Experience x (blar 
1 12 
2 6 
3 9 
4 8 
5 4 
6 5 
I 'blank) 2 
Grand Total 46 
Count of FormE Formal Trainina:DHirina 
Exoerience x lblar 
1 13 
2 10 
3 11 
4 3 
5 5 
6 3 
I'blank) 1 
Grand Total 46 
Count of Form~ Formal Trainina: D DiscIPline 
Experience x (blar 
1 18 
2 13 
3 13 
4 5 
5 9 
6 5 
blank) 2 
Grand Total 65 
Count of When : When: DOnceNR 
Experience x (blar 
1 6 
2 5 
3 4 
4 2 
5 5 
6 1 
i'blank) 1 
Grand Total 24 
Count of When : When: D Promoted 
Experience x (blar 
1 7 
2 6 
3 5 
4 4 
5 4 
6 4 
blank) 
Grand Total 30 
Grand Total 
12 
6 
9 
8 
4 
5 
2 
46 
Grand Total 
13 
10 
11 
3 
5 
3 
1 
46 
Grand Total 
18 
13 
13 
5 
9 
5 
2 
65 
Grand Total 
6 
5 
4 
2 
5 
1 
1 
24 
Grand Total 
7 
6 
5 
4 
4 
4 
30 
0.26 
0.28 
0.22 
0.24 
0.28 
0.2 
0.23 
Table 3: Analysis by Organization Size 
Average of Imp. Imp. of Supervisor Orale in HR 
Employer Size 3 4 5 (blank Grand Total 
1 3 4 5 4.625 
2 4 5 4.5 
3 3 4 5 4.64705882 
4 4 5 4.88 
5 4 5 4.83333333 
6 3 4 5 4.80769231 
Ilblank) 4 5 4.6 
Grand Total 3 4 5 4.74311927 
Average of Supe Supervisor 0 Involvement: OHiring/Selection 
Employer Size 1 2 3 4 5 Grand Total 
1 1 3 5 4.625 
2 2 4 5 4.3333333 
3 2 4 5 4.3333333 
4 3 4 5 4.64 
5 2 3 4 5 4.25 
6 2 3 4 5 4.1923077 
I(blank) 3 5 4.6 
Grand Total 1 2 3 4 5 4.4144144 
Average of Supe SupervisorO Involvement: 0 Planning 
Employer Size 1 2 3 4 5 (blank) Grand Total 
1 1 2 3 4 5 3.25 
2 1 3 4 5 2.666666667 
3 1 2 3 4 2.705882353 
4 1 2 3 4 5 2.96 
5 1 2 3 5 2.916666667 
6 1 2 3 4 5 2.653846154 
blank) 1 3 4 2.8 
Grand Total 1 2 3 4 5 2.854545455 
AveraQe of Supe Supervisoro Involvement: 0 P.A. 
Employer Size 2 3 4 5 Grand Total 
1 2 3 4 5 4.375 
2 4 5 4.66666667 
3 4 5 4.61111111 
4 2 3 4 5 4.48 
5 3 4 5 4.33333333 
6 3 4 5 4.57692308 
I(blank) 3 4 5 3.8 
Grand Total 2 3 4 5 4.47747748 
Average of Supe SupervisorOlnvolvement: OTraining 
Employer Size 1 2 3 4 5 Grand Total 
1 1 2 3 4 5 3.75 
2 3 4 5 4.3333333 
3 2 3 4 5 3.5555556 
4 2 3 4 5 3.84 
5 2 3 4 5 3.5 
6 2 3 4 5 4.2307692 
Ilblank) 1 2 3 4 5 3 
Grand Total 1 2 3 4 5 3.8378378 
I Average of Supe Supervisoro Involvement OWafLe Increases 
Employer Size 1 2 3 4 5 (blank) Grand Total 
1 2 3 4 5 3.5 
2 2 3 4 5 3.888888889 
3 1 2 3 4 5 3.277777778 
4 1 2 3 4 5 2.84 
5 2 3 4 3.363636364 
6 1 2 3 4 5 2.884615385 
I(blank) 1 2 3 4 2.6 
Grand Total 1 2 3 4 5 3.145454545 
Average of Supe SupervisorDlnvolvementOSafety Admin. 
Employer Size 1 2 3 4 5 (blank) Grand Total 
1 1 2 3 4 5 3.5 
2 2 3 4 5 4.222222222 
3 3 4 5 3.777777778 
4 2 3 4 5 3.875 
5 2 3 4 5 3.416666667 
6 3 4 5 4.346153846 
(blank) 1 2 3 4 2.4 
Grand Total 1 2 3 4 5 3.827272727 
Average of Supe Su pervisorD Involvement 0 Discipline 
Employer Size 1 2 3 4 5 Grand Total 
1 1 2 3 4 5 3.9375 
2 4 5 4.6666667 
3 3 4 5 4.3888889 
4 3 4 5 4.32 
5 3 4 5 4.3333333 
6 3 4 5 4.5 
!(blank) 2 4 3.2 
Grand Total 1 2 3 4 5 4.2972973 
Average of Satis Satisfaction: 0 Hiring 
Employer Size 2 3 4 5 (blank) Grand Total 
1 3 4 5 4.4 
2 3 4 5 4.2222222 
3 2 3 4 5 3.9444444 
4 2 3 4 5 3.84 
5 2 3 4 5 3.8333333 
6 2 3 4 5 3.9615385 
'(blank) 3 4 3.8 
Grand Total 2 3 4 5 3.9909091 
Average of Satis Satisfaction:oHR Planning 
Employer Size 1 2 3 4 5 (blank) Grand Total 
1 1 2 3 4 5 3.4 
2 1 3 4 5 3.333333333 
3 1 2 3 4 5 2.941176471 
4 1 2 3 4 5 2.75 
5 1 2 3 4 2.833333333 
6 1 2 3 4 5 3.32 
(blank) 3 3 
Grand Total 1 2 3 4 5 3.074766355 
AveraQe of Satis Satisfaction: 0 P.A. 
Employer Size 1 2 3 4 5 (blank) Grand Total 
1 2 3 4 5 4.133333333 
2 3 4 5 4.111111111 
3 2 3 4 5 3.833333333 
4 1 2 3 4 5 3.125 
5 2 3 4 3.25 
6 2 3 4 5 3.576923077 
blank) 3 4 3.2 
Grand Total 1 2 3 4 5 3.587155963 
Average of Satis Satisfaction: DTraininQ 
Employer Size 1 2 3 4 5 (blank) Grand Total 
1 1 2 3 4 5 3.8 
2 2 3 4 5 3.777777778 
3 2 3 4 5 3.166666667 
4 2 3 4 5 3.041666667 
5 1 2 3 4 2.666666667 
6 2 3 4 5 3.384615385 
'blank) 2 3 4 3.2 
Grand Total 1 2 3 4 5 3.275229358 
Average of Satis Satisfaction:DWage Incr. 
Employer Size 1 2 3 4 5Jblank) Grand Total 
1 2 3 4 5 3.733333333 
2 1 3 4 5 3.777777778 
3 2 3 4 5 3.411764706 
4 1 2 3 4 2.958333333 
5 2 3 4 5 3.181818182 
6 2 3 4 5 3.615384615 
i(blank) 1 3 2.6 
Grand Total 1 2 3 4 5 3.373831776 
Average of Satis Satisfaction: o Safety Admin. 
Employer Size 1 2 3 4 51blank) Grand Total 
1 1 2 3 4 5 3.6 
2 1 3 4 5 3.777777778 
3 2 3 4 5 3.722222222 
4 2 3 4 5 3.583333333 
5 1 2 3 4 5 3.083333333 
6 2 3 4 5 3.923076923 
'(blank) 1 3 2.2 
Grand Total 1 2 3 4 5 3.587155963 
AveraQe of Satis Satisfaction: 0 Discipline 
Employer Size 2 3 4 5 (blank) Grand Total 
1 2 3 4 5 3.8666667 
2 4 5 4.2222222 
3 2 3 4 5 3.7777778 
4 2 3 4 5 3.5 
5 2 3 4 5 3.3333333 
6 2 3 4 5 3.6538462 
:(blank) 3 4 3.2 
IGrand Total 2 3 4 5 3.6605505 
Count of Accoun Accountability: OHiring 
Employer Size x 
1 13 
2 6 
3 9 
4 17 
5 8 
6 20 
blank) 3 
Grand Total 76 
Count of Accoun Accountability: OHR PlanninQ 
Employer Size x 
1 4 
2 3 
3 1 
4 6 
5 1 
6 3 
[(blank) 1 
Grand Total 19 
Count of Accoun Accountability: 0 P.A. 
Employer Size x 
1 13 
2 9 
3 15 
4 18 
5 10 
6 24 
blank) 5 
Grand Total 94 
Count of Accoun Accountability: OTraining 
EmiJIoyer Size x 
1 15 
2 9 
3 7 
4 14 
5 7 
6 18 
[(blank) 2 
Grand Total 72 
Count of Accoun Accountability:DWage Increases 
Employer Size x 
1 6 
2 5 
3 4 
4 9 
5 4 
6 8 
'(blank) 1 
Grand Total 37 
(blc Grand Total 
13 
6 
9 
17 
8 
20 
3 
76 
(bl Grand Total 
4 
3 
1 
6 
1 
3 
1 
19 
(biE Grand Total 
13 
9 
15 
18 
10 
24 
5 
94 
(b~ Grand Total 
15 
9 
7 
14 
7 
18 
2 
72 
(bl, Grand Total 
6 
5 
4 
9 
4 
8 
1 
37 
% 
17% 
8% 
12% 
22% 
11% 
26% 
0.039 
21% 
16% 
5% 
32% 
14% 
10% 
16% 
19% 
11% 
26% 
5% 
21% 
13% 
10% 
19% 
10% 
25% 
3% 
16% 
14% 
11% 
24% 
11% 
22% 
3% 
Company Size 
1 50 and under 
2 51-100 
3 101-200 
4 201-500 
5 501-1000 
6 1001+ 
Count of Accoun Accountability: DSafety Admin. 
Employer Size x 
1 
2 
3 
4 
5 
6 
blank) 
Grand Total 
Count of Formal Formal Training: DDiscipline 
Employer Size x 
1 
2 
3 
4 
5 
6 
blankl 
Grand Total 
Count of Formal Formal Training: YIN 
Employer Size n 
1 
2 
3 
4 
5 
6 
i(blank) 
Grand Total 
Count of Training Training Type: Din-House 
Employer Size x 
1 
2 
3 
4 
5 
6 
Irblank) 
Grand Total 
Count of Trainin£ Training Type: DSeminars 
Employer Size x 
1 
2 
3 
4 
5 
6 
;(blank) 
IGrand Total 
(bla 
8 
6 
9 
17 
2 
19 
1 
62 
(bl~ 
2 
3 
13 
19 
10 
18 
65 
y 
10 6 
3 6 
3 15 
2 23 
1 11 
3 23 
1 4 
23 88 
~bl~ 
4 
4 
15 
22 
11 
24 
4 
84 
(bl, 
8 
6 
12 
24 
9 
20 
4 
83 
Grand Total 
8 
6 
9 
17 
2 
19 
1 
62 
Grand Total 
2 
3 
13 
19 
10 
18 
65 
Grand Total 
16 
9 
18 
25 
12 
26 
5 
111 
Grand Total 
4 
4 
15 
22 
11 
24 
4 
84 
Grand Total 
8 
6 
12 
24 
9 
20 
4 
83 
13% 
10% 
15% 
27% 
3% 
31% 
2% 
3% 
5% 
20% 
29% 
15% 
28% 
14% 
8% 
16% 
23% 
11% 
23% 
5% 
5% 
5% 
18% 
26% 
13% 
29% 
5% 
10% 
7% 
14% 
29% 
11% 
24% 
5% 
I Count ofT rainin~ Training Type:DCollege Courses 
I Employer Size x (bl 
1 2 
2 
3 4 
4 10 
5 4 
6 13 
i1blank) 1 
Grand Total 34 
Count of Training Training Type: DOnline 
Em(lloyer Size x (biG 
1 4 
2 1 
3 4 
4 10 
5 6 
6 9 
I{blank) 
Grand Total 34 
Cou nt of Formal Formal Training:DPA 
Employer Size x (bl, 
1 3 
2 3 
3 11 
4 11 
5 6 
6 21 
blank) 3 
Grand Total 58 
Count of Formal Formal Training:DTraining 
Employer Size x (bl, 
1 
2 1 
3 13 
4 12 
5 7 
6 14 
Ilblank) 1 
Grand Total 48 
Count of Formal Formal Training: DWage Increases 
EmJlloyer Size x _ (blc 
1 
2 2 
3 3 
4 3 
5 1 
6 3 
I (blank) 1 
Grand Total 13 
Grand Total 
2 
4 
10 
4 
13 
1 
34 
Grand Total 
4 
1 
4 
10 
6 
9 
34 
Grand Total 
3 
3 
11 
11 
6 
21 
3 
58 
Grand Total 
1 
13 
12 
7 
14 
1 
48 
Grand Total 
2 
3 
3 
1 
3 
1 
13 
29% 
38% 
12% 
3% 
12% 
29% 
18% 
26% 
19% 
19% 
10% 
36% 
2% 
27% 
25% 
15% 
29% 
Count of Formal Formal Training: o Safety Admin. 
Employer Size x 
1 3 
2 2 
3 9 
4 14 
5 4 
6 13 
I{blank) 1 
Grand Total 46 
Count of Formal Formal Training: DHiring 
Employer Size x 
1 1 
2 3 
3 8 
4 14 
5 5 
6 13 
I{blank) 2 
Grand Total 46 
Count of Formal Formal Training:DDiscipline 
Employer Size x 
1 2 
2 3 
3 13 
4 19 
5 10 
6 18 
blank) 
Grand Total 65 
Count of When: [ When: DOnceNR 
Employer Size x 
1 2 
2 1 
3 3 
4 8 
5 3 
6 6 
(blank) 1 
Grand Total 24 
Count of When: [ When: o Promoted 
Employer Size x 
1 2 
2 3 
3 5 
4 8 
5 4 
6 7 
blank) 1 
Grand Total 30 
(bl, Grand Total 
3 
2 
9 
14 
4 
13 
1 
46 
(bl Grand Total 
1 
3 
8 
14 
5 
13 
2 
46 
(blc Grand Total 
2 
3 
13 
19 
10 
18 
65 
(blc Grand Total 
2 
1 
3 
8 
3 
6 
1 
24 
(bl Grand Total 
2 
3 
5 
8 
4 
7 
1 
30 
30% 
7% 
17% 
30% 
11% 
28% 
3% 
5% 
20% 
29% 
15% 
28% 
13% 
33% 
13% 
25% 
10% 
17% 
27% 
13% 
23% 
